The work world is now full of uncertainty and change as a result of forces such as globalization, downsizing, advancing technology, and increased diversity in the work force. Further, people cannot count on maintaining a job with one company, or even one career, throughout their work lives. In order to meet clients' needs, career counselors must utilize approaches that are compatible with these realities. We review a set of approaches for career counseling that should be effective for clients now and into the future. Specifically, we argue for a holistic approach to career counseling, use of the Personal Career Theory as a client-centered approach to counseling sessions, incorporating creative interventions that draw upon chance events and flexible decision-making, and an emphasis on building interpersonal skills and relationships. We conclude with a summary of recommendations for career counseling practice.
self-management and continuous skill development (Hall, 1996; Gysbers, Heppner, & Johnston, 1998) .
These changes in the work world hold implications for the future of career counseling. Specifically, the nature of the environment will help to define both client needs and the types of interventions that are most helpful. The purpose of this paper is to identify ways in which career counseling can be designed to best serve our clients given the challenges of our turbulent economic and work environment. First, we emphasize the value of taking a holistic approach to career counseling; one that integrates attention to both career and personalemotional issues. Second, we highlight attention being given to Personal Career Theory (Holland, 1997) , and suggest how this client-centered conceptualization might be used as a guiding framework for counseling sessions. Third, specific interventions, those involving attention to chance events and open-minded decision-making, will be introduced as important additions to our counseling repertoire. Fourth, we argue that attention to building interpersonal resources, in terms of skills and social contacts, will be increasingly important for our clients' career success. We conclude by summarizing our recommendations for the practice of career counseling.
Holistic Framework
A holistic perspective, one that does not separate career form psychosocial issues, is a particularly appropriate career counseling approach given today's work environment. First, the increased unemployment and uncertainty experienced by individuals now and in the future may translate into increased family discord, anxiety, and adjustment disorders (Bluestein & Spengler, 1995) . Second, minority clients may be dealing with implicit and explicit racism. Third, pursuing a successful "self-managed" career will involve more than gaining occupational knowledge and specific training; it will require developing positive psychological attitudes such as tolerance for ambiguity, resilience, proactivity, and openness that can be applied to the work arena. A holistic perspective will prepare us as counselors to deal with all of these issues in an integrated way that targets all relevant aspects of a client's experience. A perspective such as that offered by Gysbers et al. (1998) provides a good framework for holistic career counseling. Gysbers et al. (1998) argue that career counseling should be approached in the same way as personal-emotional counseling, with at-tention to psychological processes and building a strong working alliance between the counselor and client. Within this context, counselors are to address the client's "life-career development." That is, the counselor considers the whole person, working to understand all aspects of a client's life in terms of their "human career." These aspects include the roles a person fills (such as employee, parent, community member), the settings in which they operate (home, work, school), and the events that impact their life (first job, marriage, illness, and retirement). Further, diversity factors such as gender, race/ethnicity, socioeconomic status, and religion are all important to consider.
Taking this holistic perspective, and considering the roles, settings, and life events of a client, will allow us to address not just crises, but development of important capacities (Gysbers et al., 1998) . In fact, Gysbers et al. (1998) indicate that the focus on building strengths is an important outgrowth of the holistic model. This means that we go beyond assessing current status, and consider how to develop potential. This positive approach is particularly important in an environment that demands more flexibility, resilience, and openness to learning than ever before.
The holistic approach provides the context for each of the career counseling interventions discussed in the following sections. But first, we focus attention on Personal Career Theory as discussed in Holland's recent revisions of his theory (Holland, 1997) . It may be used to guide our thinking about holistically oriented career counseling.
Personal Career Theory (PCT)
Personal Career Theory (PCT) fits within the holistic context in that it emphasizes a client-centered approach to counseling and facilitates discovery of information about the client's whole life experience. Specifically, Holland argues that everyone has a PCT, which is an individualized conceptualization of how careers and work unfold and operate. People develop ideas about (1) how individuals may be categorized along various dimensions, (2) how environments may be classified, and (3) how people and environments interact. Further, people have a concept of self that includes ideas about their abilities, interests, goals, and personality. They also have assumptions about what will contribute to their having satisfying work and non-work activities, and how to achieve career and life goals. Each person's PCT results from their unique life experience.
Rather than imposing our own specific theory or structure on the client, the goal according to Holland (1997) , is to elicit information that allows us to assess the functionality of the person's PCT. PCT's may range from invalid, primitive, and incomplete to valid, complex, and comprehensive. In addition to asking open-ended questions, various assessments may be used to help uncover a client's PCT. These may include occupational card sorts, values exercises, career genograms (Gysbers et al., 1998) , or a review of vocational aspirations or daydreams (Johnston, et al, 1999) . Specifically, discussing the client's feelings of self-efficacy in various interest areas may help identify foreclosed options (Brown & Krane, 2000) . After understanding the client's perspective, counselors can decide what kinds of interventions might be useful based upon how well the client's PCT is serving them. Interventions might range from simply providing additional information and support, to helping restructure one's individual PCT.
Many people have a PCT that is functional in the sense that the strategies they use to pursue their career development are effective. Rather than revising their theory, these clients may simply need suggestions as to how to access specific occupational information such as occupational information, job leads on the internet, resume preparation, and/or emotional support.
Some individuals have problematic theories, in that their assumptions create problems in decision-making, work adjustment, and career planning. These individuals need help addressing basic assumptions and reworking their personal career theories so that they can function more effectively. Examples of problems that can occur with PCT's include an inaccurate or incomplete perspective of self, lacking occupational knowledge, having difficulty knowing how to use selfknowledge and occupational knowledge together, and lacking access to important resources (emotional, educational, and financial) that could contribute to problem solving.
Holland's ideas about one's PCT are very helpful in dealing with today's environment. For instance, psychosocial problems may surface as individuals describe their approach to solving current career problems. This approach is also helpful in dealing with diversity issues as the experience of special groups will be appreciated, rather than overlooked as it might be within the context of a traditional theory that does not necessarily fit the client's unique experience. Further, counselors can identify attitudes that may be strengthened or modified in order to help persons develop more positive, stress resilient approaches to dealing with their careers in this environment.
Chance and Uncertainty in Career Planning
It was a prominent scientist, Arthur Bachrach, who long ago stated: "People don't usually do research the way people who write books about research say people do research" (Bachrach, 1962) . He could just as well have been talking about career planning. More recently, scholars (Gelatt, 1989; Mitchell, Levin, & Krumboltz, 1999) have argued that the nature of the work environment is no longer compatible with the kinds of linear, rational planning approaches that have traditionally been used by counselors to help clients make decisions and plan their futures. These authors do not advocate giving up the rational approach, but rather augmenting it with more non-linear approaches that incorporate the flexible thinking and openness to experience that is warranted both by the environment and persons that plan in very non-linear ways. Two approaches that serve as examples of this creative, non-linear thinking include Mitchell and colleagues' (1999) emphasis on capitalizing on chance events ("planned happenstance") and Gelatt's (1989) concept of flexible decision making ("positive uncertainty"). Mitchell et al. (1999) argue that rational planning is suitable for careers that follow a predictable, logical path. But as has been discussed, at this point people can no longer count on their careers following a linear course. Specifically, these authors emphasize the importance of chance in one's career, and helping clients become ready to take advantage of beneficial, unexpected events. This approach is especially useful in an environment where people are increasingly having to manage their own careers, and create direction for themselves over time and across different jobs.
Planned Happenstance
These authors indicate that traditionally career counselors have not attended to chance as being a significant influence on clients' careers. However, the authors cite evidence that most people indicate that "chance, luck, or happenstance" played a major role in their career development. However, people tend not to recognize how their effective behaviors facilitated chance events being turned into productive opportunities. Given these realities, the goal for counseling, according to Mitchell and her colleagues, is to combine planning with an appreciation for the role of chance. With this approach, clients will be better prepared to create, recognize, and take advantage of chance events and turn them into opportunities. The authors refer to this process in terms of "planned happenstance." Specifically, the authors encourage two types of intervention. First, promote any kind of exploration as a means to increase clients' exposure to the world and therefore the likelihood of being exposed to useful chance events. Second, help people to develop skills that will enable them to seize opportunities. These skills include curiosity, persistence, flexibility, optimism, and risk-taking.
Overall, Mitchell et al. (1999) argue, counselors should reframe "undecidedness" as "open-mindedness," so that clients will feel that they have permission to engage in valuable exploration. Counselors should help people become more comfortable with ambiguity, rather than feeling compelled to be decisive and then feeling obligated to follow through on these initial decisions. Specifically, Mitchell et al. (1999) draw upon Gelatt's (1989) concept of "positive uncertainty" as the goal for decision-making.
Positive Uncertainty
Gelatt (1989) sees positive uncertainty as another alternative to rational, linear decision making. He argues that the nature of rational decision-making does not fit the nature of our contemporary environment, and is not consistent with the nature of human experience and decision making. Rather, he argues, flexibility is an important skill to possess in today's environment. Therefore, as is advocated by Mitchell and her colleagues (1999) , it is important to help clients become more comfortable with uncertainty, ambiguity, and intuitive thought and choice. According to Gelatt, we should be encouraging our clients to be flexible with their goals, and always remain open to new information. He emphasizes that goals often result from action, rather than the other way around. Gelatt argues that Campbell's (1974) quote reflects the nature of the old approach to helping clients make decisions: "If you don't know where you're going, you'll probably end up somewhere else." To this quote, Gelatt adds this corollary: "If you always know where you're going, you may never end up somewhere else."
Interpersonal Skills and Resources
Interpersonal skills and relationships may be particularly important for career success in today's economic environment. For instance, in his discussion of the contemporary work world, Hall (1996) argues that interdependence and relationships are now critical for work adjustment and career development. Specifically, he predicts that people will grow and develop competencies within the context of collaboration with others, functioning as co-learners. In addition, Goleman (1998) argues that interpersonal skills are even more important in work settings today, with the increased presence of teams and reliance on customer service as a source of competitive advantage. Further, peopleskills are transferrable to different job environments, and can help make someone more attractive to potential employers.
Given the value of interpersonal skills and relationships in the workplace and for the career development, it is important that we directly target our clients' proficiency in these areas. Specifically, career counselors could focus on issues such as emotional intelligence, networking, and mentoring.
The concept of emotional intelligence (Goleman, 1995 (Goleman, , 1998 has been receiving increasing attention in recent years and may provide a helpful framework for evaluating and strengthening clients' interpersonal skills. Emotional intelligence includes interpersonal and selfmanagement skills that allow people to function productively in a work environment. Specifically, Goleman refers to social competence (empathy and social skills) and personal competence (self-awareness, self-regulation, and motivation). Goleman (1998) argues that these skills are as important, if not more so, as cognitive ability and experience in terms of success in the workplace. All of these emotional intelligence competencies should help clients be able to interact better with others and develop more effective self-managed careers for themselves.
Building networks, such as through informational interviewing and personal friendships, could help people to develop a web of resources for making job changes when necessary. Further, building networks of supportive individuals within one's life can be an important way to counteract barriers to progress, particularly in the case of minority clients (Brown & Krane, 2000) .
Helping clients to understand the benefits of mentoring, and how to go about seeking out these relationships, could help people develop their careers and become more successful. Research indicates that there are a number of positive benefits for proteges, including an increased number of promotions, higher salaries, greater work satisfaction (Dreher & Ash, 1990; Fagenson, 1989 ) and higher organizational socialization (Chao, Waltz, & Gardner, 1992) . It could be very helpful to discuss with clients what they might have to gain from working with another individual, and what they might offer in return. Further, it would be important to talk about the value of being proactive and making contact with a potential mentor, rather than waiting to be sought out by others (Turban & Dougherty, 1994) .
Conclusion
To summarize, we have provided suggestions for what might be important emphases in career counseling in the future, given the turbulent nature of the work world at this point. Taking a holistic approach to career counseling, one which combines attention to career and personal-emotional issues, will give career counselors the opportunity to address difficulties as well as help people to develop more resilient, open attitudes. By attending to people's personal career theory, we can remain client-centered and work from the client's point of view in a way that helps us to identify the most beneficial types of interventions. By planning to capitalize on chance and remaining comfortable with indecision, we will encourage clients to make the most of their experience and strengths. Finally, attention to interpersonal skills and resources will be important for clients. Helping them to identify ways to draw upon emotional intelligence in order to develop more effective relationships should help clients be more successful in managing their careers. Hopefully, in taking these approaches, we can help our clients to not only overcome career difficulties but become more positive and capitalize on their strengths.
